INTRODUCTION
The operation of knowledge management systems (KMS) -appreciation of knowledge and knowledge sharing in terms of organisational operation -is becoming more and more emphasized, not only in everyday life of organisations or management thinking but also the scientific literature is addressing the reader with new theoretical models, practical solutions, case studies and best practices.
The most critical issue both in theory and organisational practice is acquiring the right knowledge and sharing it in the organisation. There are several tools available to accomplish it, but the organisational culture as a prerequisite influences the choice of tools and their application in accordance with the objectives. Knowledge sharing is much more effective in this type of organisational culture (Lorincová, 2018; Volek & Novotná, 2016) . Beside formal solutions, informal solutions play an essential role as well, if not even more efficient tools to meet the objective (Novotná & Volek, 2018) . This article does not provide possible solutions for knowledge management systems and knowledge sharing, but addresses the issue in general.
The research questions were formulated on the basis of earlier research and theoretical considerations.
 RQ1: How typical is formal and informal knowledge sharing in organisations?  RQ2: Is gossip used as an informal tool of knowledge sharing?  RQ3: Does the real content of information to be shared affect the use of gossip?  RQ4: Do we transfer professional or non-professional content via gossiping?  RQ5: How does workplace gossip affect organisational performance?  RQ6: Do leaders at workplaces address the organisational impact of gossip?
Hypotheses were formulated to answer the research questions. The addressed issue is important since gossip is an essential part of culture worldwide, even if the manifestation of it is different. The opposite result is achieved if gossip is prohibited or punished by the management. The goal is to achieve positive benefits that will be visible if the economic impact of gossiping can be confirmed.
There are not enough scientific papers focusing on models and methods of calculating the economic consequences of workplace gossip. This article is trying to address the issue. The economic effects of gossip can be calculated not only in knowledge management systems, but might be applied for other processes in the organisation.
At first, we review the scientific background that served as a basis to formulate the research hypotheses. This is followed by the presentation of the research method. The third chapter discusses the research results. Finally, a comparison to earlier data is provided, as well as the research results are summarised.
LITERATURE REVIEW
To clarify the issue of knowledge management (KM), the model of Probst et al. (2006) is presented, that illustrates the relationship between the elements of one of the most useful knowledge management systems and their logical interrelations. This model is very popular in the KM practice. The logic of our research is based on this model.
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Building on the problematic nature of knowledge acquisition and knowledge sharing, the research focus was determined according to the phases of possible solutions. The research addressed workplace gossip as an informal tool of knowledge sharing. Based on the theoretical foundations of the issue, the research analysed everyday practice of organisations. We wanted to know whether managers of organisations address the issue of workplace gossip in economic terms. The results of a quantitative survey show that gossip has significant relevance and impact on work but the issue is not addressed either on the theoretical or the practical level. The consequences of workplace gossiping are not evaluated.
Figure 1. Probst model
Source: Probst et al., 2006. 
Informal Knowledge Sharing: Workplace Gossip
Gossip is a part of everyday life, but rarely is the phenomenon in the focus of research. The issue is primarily addressed by communication professionals, psychologists, sociologists and behaviourists. Only a few studies deal with the impact of workplace gossiping on the functioning of the organisation, as well as it is rarely considered to be an expected managerial task or a part of it.
Part of the research focuses on organisational interests in terms of market participation -gossips about the organisation (Cuervo-Cazurra & Ramamurti, 2014; Seilerová, 2019) . Some of multinational companies monitor the news regularly and react immediately if they feel their activity and the company performance is threatened and the image of the organisation might be tarnished (Kiymaz, 2001) . The fact supports the opinion that this form of informal knowledge sharing has economic consequences, pro and contra. At the same time, we have not found any research conducted that would specifically examine the consequences of workplace gossip (even in economic terms), although the importance of it is undisputable.
Only in those extreme cases we can read about the consequences of gossip (primarily negative in tabloid newspapers), when there is a significant organisational conflict or an economic problem (Babalola et al., 2019) . Although these cases are not clearly related to the consequence of gossip, they rather emerge as a consequence of complex problems in close association with workplace gossip. Some definitions will be provided in terms of the professional perspective that will be an object of criticism below. According to the explanatory dictionary, gossip is "a casual or unconstrained conversation or reports about other people or their private life; an indiscrete, irresponsible information that is socially and ethically misleading." Negative characteristics are used when describing gossip, but the meaning of this term cannot be restricted to negative aspects (Michelson et al., 2010; Grosser et al., 2012; Georganta et al., 2014) .
Other researchers defined gossip as a kind of social information about the person who is not present (Grosser et al., 2010) . Gossip can be an important tool for people to get information about others or cope with social networks in their private life and workplaces as well (http://eletmod.transindex.ro/?hir=9458; . This definition approaches the term "gossip" with more tolerance, less negative aspects of the meaning are reflected.
When gossiping, we talk about others and judge people who are not present (the message is not necessarily negative). This form of communication makes a significant part of our personal interactions. We generally associate pejorative feelings with gossiping, but according to research in the field of social science, gossip plays an essential role in ensuring social order, cooperation, as well as maintaining the social and organisational standards (Beersma & Van Kleef, 2012; Tassiel et al., 2018) .
For several centuries, gossip has been associated with an unconstrained conversation that undermines the reputation of others. According to some research, e.g. at University of California, gossiping has some advantages as well (Feinbert et al., 2012) . Based on the study of Feinbert and Willer "Gossip is an essential element to maintain the social order" (Feinbert & Willer, 2010) . It is not only important to evaluate the positive effects, but considerations are made also in terms of health. Our heartbeat will speed up immediately we hear bad news, which will optimize if we have someone to share the news with. This is the way we can reduce the negative impact of bad news. This fact confirms the positive consequences of gossip. Our research addressed gossip in social terms. We might assume that the transfer of negative information has an individual and social benefit as well (http://mipszi.hu/hir/120503-pletyka-jotekony-hatasai).
If gossip is filled with negative content, the effect can be contra-productive. Gossiping will only have a beneficial effect until it becomes damaging, harmful and an obsession. We hope that such behaviour is not accepted in workplaces. some additional research results about the power of gossip are worth mentioning, especially how it might influence human behaviour and thinking (Hitka et al., 2017; Bodnar, 2016) .
Gossip has a manipulative power according to British authors who published their study in the scientific journal of the British Scientific Academy (http://eletmod.transindex.ro/?hir=9458). An experiment was made with the participation of young people, who were given money during the game and could pass it on to a player they wanted. The players were given different characteristics. The players showed willingness to pay less money to those with negative characteristics and more to those with positive features.
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In the next phase of the research, the students were made aware of people's real decisions. They were also introduced to lies that contradict facts. In this case, the students showed more willingness to give money based on gossip rather than make a decision based on facts. These experiments also confirm the power of this type of information transfer (http://eletmod.transindex.ro/?hir=9458).
The above examples clearly show the impact of gossip on the behaviour of communities and provide an explanation for the relationship between individuals and the health of the individual.
Why do we gossip? Gossip provides information about the human environment. It is not certain if everybody will pass on the gossip. If they do, some modification of the content is detected. Passing on gossip is possible, if the appropriate person to pass on the gossip is found at the appropriate time. Further condition is to make the fake news acceptable by combining facts and unreal information. It should also be acceptable for the community. Trust plays an important role since we pass on the information to someone we trust (Lazányi & Fulop, 2017) . At this point, a similarity can be detected in the case of research results connected with knowledge sharing. Knowledge transfer is successful if there is trust between the partners.
Nobody can question the existence of workplace gossip. Whether gossiping is harmful or supportive in terms of workplace performance and the relationship between employees might be disputable in the phase of knowledge acquisition and knowledge transfer (Vlacseková, 2019) . Sometimes it is difficult to decide whether information exchange is a simple innocent chat, harmful gossiping or the transfer of positive news. While chat is a neutral activity, gossiping is negative and unpleasant to the person we are talking about. About 90% of human communication is considered to be gossip. It means that we are likely to initiate or/and listen to gossip. It is important to know that not only whispering in the corridor, but also 15% of the workplace correspondence can be considered gossip. Negative rumour occurs 2.7 times more in workplace correspondence than positive news (Chena & Ayoun, 2019) .
It is of great importance to develop and maintain appropriate communication channels in the workplace that not only increase the workplace performance but have an impact on the behaviour and well-being of employees. In companies with weak formal internal communication channels, the importance of informal communication channels is stronger and fills the gap of adequate channels for information flow. News and gossip are easier accessible when applying informal communication channels. One of the most frequent cases when gossip starts in the organisation is the period of organisational changes. Inadequate information combined with fake news and gossip can start an avalanche in the organisation. Uncertainty associated with changes in the organisation might result in hunger for information. The role of leaders is to fill this gap with adequate information about the changes and facts before fake news generated by employees can spread in the organisation. If the leader shares information with subordinates, even if the information is unpleasant, it is less likely the employees turn to be victims of the workplace gossip. If the employees are regularly informed by the leader, the occurrence and impact of gossip will be minimised.
The impact of gossip addressing workplace problems can influence performance as a result of worsening personal relationships. Open communication of leaders and the be-havioural pattern can minimise the occurrence and spread of gossip, referring to the undesirable nature of workplace conditions. The question is whether it is necessary to prevent workplace gossiping? As it was said above, gossip might have positive consequences on the workplace environment as well. According to the research conducted by Stanford University, gossip can stimulate cooperation and highlight the performance of good workforce. Gossiping can fulfil important functions in the community. Since numerous research proved pro and contra consequences of gossip in private life, not enough research results can we find about the importance of gossip in the workplace environment.
The appreciation of the importance of knowledge management systems also emphasizes the importance of knowledge acquisition and knowledge sharing. Both for knowledge acquisition and knowledge sharing, formal and informal methods of communication play an essential role. Thus, workplace gossiping as a form of informal knowledge sharing has a more prominent role than before. This fact contributed to the research examining the role of gossip as an informal tool of knowledge sharing.
To answer the research questions, based on theoretical background and personal experience, the following hypotheses were set: H1: Employees prefer formal knowledge sharing in the workplace (Hitka et al., 2017; Bodnar, 2016) .
H2:
When sharing professional information, employees pay attention to trustworthy content of the information, while it is less important for sharing personal information. (Lazányi & Fulop, 2017; Beersma & Van Kleef, 2012; Tassiel et al., 2018) .
H3:
Gossiping has a negative impact on the organisation (Babalola et al., 2019; Chena & Ayoun, 2019) .
Gossip as a part of human nature is present in different cultures. The frequency of gossip and the characteristic features of sharing it, but also the possible consequences are influenced by cultural features. The characteristics of the two nations involved in the survey are very similar because respondents from Slovakia are fundamentally Hungarian people. They are Hungarians living in Slovakia. Their cultural characteristics are based on the same historical background. Behavioural differences can arise as a result of the social environment. The research sample was collected in both of the countries and joint evaluation of the achieved results was conducted.
MATERIAL AND METHODS
In 2018, a cross-national quantitative survey was conducted to find out what the opinion of respondents was about the economic significance of formal and informal knowledge sharing in organisations. The survey was conducted in Hungary and Slovakia in the form of online questionnaires (CAWI). We used snowball sampling and the same questionnaire was applied in both countries.
The research questions were closed, based on nominal and metric scales. The authors applied a 5-point Likert scale (1 = not characteristic at all, 5 = the most characteristic). The respondents were able to identify the given variable easily and realistically in reflection to their organisational practice. The authors used single-and multivariate statistical methods, e.g. frequency and average analysis, linear regression.
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The survey was voluntary and anonymous. We applied four various question groups (Table 1) . 
Research Sample and Methodology
The snowball sampling method applied is neither transparent nor representative. The Slovak sample consisted of 435 and the Hungarian included 310 organisations (n = 745). The respondents in Slovakia were the Hungarian minority. The company specifications by countries are presented in Table 2 . Variables used for the calculation can be seen in Table 3 . 
RESULTS AND DISCUSSION

Research Results
In order to verify hypothesis H1, the first question the authors had to clarify was the extent to which formal and informal knowledge sharing is typical in the organisation. Formal transfer of knowledge was more typical, with an average of 3.5 being calculated for the overall sample, which means that this type of knowledge transfer is frequent. In the case of examining informal knowledge sharing, the average of the sample was lower than that of the formal type of information sharing (average: 3.34). Employees are more likely to choose a formal way of information transfer. The researchers used linear regression analysis. In the case of formal knowledge sharing professional information transfer with real content was investigated. In the case of informal knowledge sharing, the professional and not professional knowledge transfer was analysed. In both cases, knowledge transfer was analysed when information had both real and unreal content. Gossip was also examined, whether it has or not influence on organisational performance. The path model is presented in Figure 3 . Table 4 shows the results using the path model. In the case of a formal style of information sharing, two variants were analysed by the authors: professional and non-professional information. They examined how the nature of information affects the formal knowledge sharing. The linear model was significant in both cases, which means a correlation can be detected between professional knowledge and the formal way of knowledge transfer. In the case of the correlation between the elements of thinking scheme, 23% is proved to be relatively high (Barna & Székelyi, 2008) . In the case of non-professional information, the value of r 2 is lower than 1%. There is no linear relationship demonstrated. As for the hypothesis H2, the respondents primarily share professional information, differences can be detected between the Hungarian and Slovak companies (t: 2.701 df: 743 sign.: 0.007 p < 0.05). It was more typical for the employees of the Hungarian companies (average: 3.57) than the Slovak ones (average: 3.37). In the case of informal knowledge transfer, the same variables were examined in terms of linearity. The explained ratio in the case of professional information was around 8%. It shows that the Formal and Informal Knowledge Sharing in Organisations from Slovakia … | 33 linear line did not fit the scatter plot, the informal character of passing on professional information happens relatively slightly. A weaker fit can be detected in the case of nonprofessional information (r 2 : 01). It means that the participants of the survey did not really share private information in this form. A question arouse whether we always pass on professional information, whether the willingness to share this type of information depends on the fact that the information to be communicated has real content or not.
Based on the content of the formally passed on professional information, if the real content of information was absent, the linear relationship could not be detected, while in the case of real content we could calculate with a high ratio (r 2 : 0.38). We use a formal way to pass on professional information. There was relatively high willingness to share real content information in a formal way in both of the countries. (Hungarian average 3.65; Slovak average 3.43). The Hungarian respondents showed more significant willingness than the Slovak ones (t: 2.896 df: 0.743 sign.: 0.004 p < 0.05).
The formal transfer of private information was not examined by the researchers since it has not been proved that private information is transferred this way.
In the case of informal information sharing, the real content of professional information is transmitted (r Respondents use gossip as a form of information sharing in case of real professional and non-professional content, while do not share unreal information this way. The authors examined the impact of gossiping on organisational performance. The results show that information transfer based on real content gossiping has impact on performance, but its influence is minimal. The results are presented in Table 4 . The numerical results of the test model are presented in Figure 3 . Respondents of the survey showed a great deal of willingness to share formal information, especially sharing information with professional content. Professional information is shared if it has real content but the willingness is not too high in this case. Professional and non-professional information is eagerly distributed in an informal way, independently of their real or non-real content. Only gossip with personal information and real content influences weakly organisational performance. The respondents share real content professional information in a formal way with the following groups in the following order: a colleague/friend in the same position, a colleague/friend in a higher position, line manager. Real content professional information the respondent share in informal way with the same groups mentioned above: a colleague/friend in the same position, a colleague/friend in a higher position, line manager. Results can be seen in Table 5 . Personal information with real content is shared informally with a colleague/friend or colleague/friend working at the same level in the organisation.
Approximately 10% of the respondents reported that they used to exchange information this way, while every third of the respondents discuss the information this way occasionally. No significant difference between the surveyed nations was detected regarding the issue (t: 0.686 df: 743 sign.: 0.493 p > 0.05).
Gossiping is part of organisational life. The question is what kind of impact it has on everyday life of the organisation. The impact of shared information on different factors had to be evaluated on a 5-point scale by the respondents of the survey. The respondents had to choose the most appropriate answer, where 1 = gossiping results in conflict and 5 = gossiping is necessary. The averages obtained are presented in Table 6 .
The results show that it is not possible to declare that workplace gossip has positive and added value to company performance, even real content information is passed on in the form of gossip. It is clearly reflected by the results that the real content of information can strengthen the positive attitude towards gossip within the organisation. At the same time, the results also indicate that the respondents do not completely reject gossip with fake content. There is no consensus among the respondents that gossip results in conflict. The table clearly shows that gossip can damage the organisational trust and teamwork, which are based on cooperation, communication and loyalty among the employees. The positive factors developed can go in the wrong direction. Although gossiping has no positive impact on the organisational culture, we do not avoid it. Approximately, a third of the respondents reported parallel gossiping in the organisation. How do the respondents feel about workplace gossip? 12% of the respondents felt positively about gossiping, while 34% expressed a negative opinion. 40% of the respondents morally rejected gossiping. 
Discussion
The results show that the hypotheses formulated by the authors can be confirmed. Based on the research results, formal knowledge sharing seems to be more characteristic among employees than the informal one. Hypothesis H1 is confirmed. Regardless of the formal or informal knowledge sharing method, the real content of transferred information is very important to the respondents. This result is presented in the regression model (linear relationships between the features and content of information). It means that the respondents transfer real information first, especially in the case of professional knowledge. This way hypothesis H2 is confirmed. The impact of gossip on organisational operations is rather negative according to the research results. Both linear analysis (effects of gossip and organisational performance) and average investigations confirmed that gossip has a negative effect on organisational performance. It means that hypothesis H3 is confirmed. Unfortunately, most of the organisations participating in the research do not address the issue of workplace gossip and do not deal with the consequences of it. On the theoretical level there is an overlap between the concepts of informal knowledge sharing, informal communication and the informal networks (Taminiau et al., 2007) , which indicates that further research is required in this field. Although the impact of gossip in organisational operations is a discussed issue, the researchers stop at defining the impact and declaring the existence of this phenomenon. Werr and Sjernberg (2003) emphasize the importance of knowledge sharing in their research, especially the need to gain practical experience. This need is also confirmed in this research. The scientific literature provides evidence of the correlation of informal knowledge sharing and the operation of informal networks that explains the natural existence of workplace gossip (Awazu, 2004; Bresnen, 2003) (as cited in Wabwezi, 2011, p. 16) . Further research has also confirmed the relevance of knowledge sharing and its occurrence in the form of gossip in practice, which is also proved by this research.
The research conducted by McEvily & Reagans (2003); Peracek, Noskova & Mucha (2017) . proved that business relations between employees and friendships broaden the opportunity of knowledge sharing, especially in an organisational culture based on trust. According to Krogh et al. (2000) the open organisational culture is a prerequisite of knowledge sharing, which later was confirmed by further studies. The authors achieved similar results in their earlier research that can confirm the fact similar to current results about the correlation of gossiping and trust. This can also be confirmed by the existing cultural differences. Keeping distance is at a lower level with Hungarian respondents, which benefits formal and informal knowledge sharing as well. Individualism is at a lower level with the Slovak respondents, which benefits more informal knowledge sharing. The strength of these correlations requires further analysis of a larger sample. Truran (1998) claimed decades ago that knowledge sharing through ad hoc channels is undergoing a radical transformation, enabled by communication via mail and telephone. These channels provide a possibility for an increased presence of gossip, gaining an institutionalised form in organisations, Krogh et al. (2000) (as cited in Wabwezi, 2011, p. 16) . This means that e-gossip is present as a natural phenomenon and its corporate impact is visible, but its characteristics have not been proved in this study. Perhaps, these issues have not been studied properly in the organisations involved in this research.
Based on their experience, Werr and Sjernberg (2003) concluded that the most important source of knowledge acquisition is the emergence of creative ideas through informal relationships. They emphasize that sharing experience is much more common through informal channels, e.g. spontaneous conversations during lunch or coffee break. This kind of experience proves the existence of tacit knowledge, which becomes explicit during communication with colleagues. This also underlines the importance of informal knowledge sharing that makes it easier to understand the knowledge sharing process (Werr & Sjernberg, 2003 , p. 894, as cited in Wabwezi, 2011 . In recent years, an important field of research is focusing on sharing tacit knowledge as well as demonstrating its practical significance, which also affects the workplace gossip. The leaders of organisations do not appreciate the importance of this behavior appropriately and consider it to be a harmful organisational feature rather than an exploitable possibility.
The opposite outcome is achieved when it is prohibited or punished by the management. The goal is to achieve positive benefits that will be visible when the economic impact of gossiping can be confirmed.
CONCLUSIONS
The current study presents some of the results of the survey conducted in 2018, which focused on the transfer of formal and informal knowledge/information. The hypotheses based on the results above were confirmed by the authors.
The survey also pointed out that we are more likely to share information with professional content than private information. However, the willingness to share it is determined by the content of the information.
Although formal information sharing is more popular than informal, gossiping is also a popular activity in workplaces. We practice it, even if we know that this form of informal information sharing has no positive effect on the organisation.
The results have shown that soft elements of the organisation can be damaged by gossiping, especially those factors that might take a lot of time to rebuild and can result in | 39 a loss for the company. Despite the fact that gossiping does not necessarily have a positive influence, we cannot stop doing this activity.
Despite its damaging nature, most of people do not morally reject gossiping. This might be the reason why 60% of the organisations involved in the survey do not solve the consequences of workplace gossip on the management level. As an interesting result of the survey we can declare no significant differences between the countries in terms of their attitude towards formal and informal knowledge transfer and gossip. Cultural differences have an influence on these processes, but further research is required to address the issue in detail. Managers and leaders should participate in trainings to understand the significance of workplace gossip in order to gain experience and handle the situations effectively.
The research limitations are: (1) Sample size: We could not gather a large enough sample since the number of the respondents was limited. The chosen snowball sampling method did not prove to be transparent. It cannot ensure a representative sample. (2) The lack of prior research studies on the topic: We could not find any research dealing with the economic consequences of informal knowledge sharing or gossip. Therefore we could not compare our results with former research results. (3) Measuring the consequences of workplace gossip is difficult. Further research with a larger sample is required to examine positive and negative effects of workplace gossip.
